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The Managerial Woman, Margaret
Henning and Anne Jardim, Double
day, Garden City, New York, 1977
$7.95.
It is reassuring to learn that the pat
terns of social conditioning for males
and females are not necessarily fixed.
However, the impact of different
socialization is real and explains why
many women experience “culture
shock” when they enter the unfamiliar
environment of the business world.
Henning and Jardim trace the pat
terns of difference and their implica
tions directly to the job. They present
the typical female/male attitudes
toward responsibilities, pressures, op
portunities for advancement, and the
ability to identify a career future with
in a business organization. They cor
relate these attitudes to childhood and
adolescence social experiences.
The most valuable activity in pre
paring one for successful adult life in
the business world is team sports.
Parents have long realized this valua
ble heritage and steered their sons into
aggressive physical activity and the ac
quisition of outdoor skills. In team
sports boys learn many psychological
skills and strategies that will be used
later in the business world: (1) what
competition is, (2) what it feels like to
win — to lose, (3) that you win as a
team, not as a lone individual, (4) that
there are risks, lots of risks, (5) how to
handle pressure and stress when the
game is close, (6) how to take criticism
— from coach, peers, the crowd, (7)
team work — working with people one
wouldn’t choose as friends outside the
team, (8) hard work — preparation
and practice brings the desired results,
(9) a sense of belonging, of being part
of something bigger than oneself —
group identity, (10) if knocked down,
the player has to get up again, (11)
teams need a leader because motiva
tion or lack of it depends on the coach,
(12) all games have rules and once
learned the rules you can be bent by in
fluencing the referee, the coach, (13)
all plays involve alternative plans and
strategies.
Men, upon entering the business
world, immediately perceive the
similarities between team sports and
the business environment and fall into
line. Women, on the other hand, have
not learned the necessary business
skills from jumping rope, playing
jacks, and cuddling dolls. Nothing in
their cultural background has pre
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pared them for what they face. Their
reactions and responses to the business
environment are those of a person in
“culture shock.”
Another barrier, according to the
authors, that prevents women from
climbing the corporate ladder is the
lack of a role model. Men have done
the job for hundreds of years, thus
there is no doubt in the minds of the
men who manage corporations that
men are capable. Men’s ambitions are
supported since they brought
legitimacy with them. Even the less
bright have to prove by their perform
ance that they do not belong. In effect,
they have to prove failure.
Women, on the other hand, are ille
gitimate as they have never been part
of the power structure. They have to
prove over and over by their perform
ance that they do belong. In effect,
they have to prove success. Without a
role model, even women sometimes
find it difficult to believe in themselves
and often state, “I can’t do this because
women before me have never done it.”
The Henning and Jardim book is not
an emotional recollection of their own
lives, but rather it is the outcome of
joint research on the personal and pro
fessional lives of twenty-five women
who made it to the top of corporations
— as vice-presidents and presidents in
major industries. The authors trace the
lives of the twenty-five subjects
through childhood, adolescence, col
lege, early career, and career maturity.
Definite strong and regular patterns
emerge from this study.
All the women were either the eldest
or only children or their experiences
were essentially similar to those of a

first-born child. Their fathers were the
dominant figure in their lives, they had
extremely close relationships with
their fathers, and they were involved
in a wide range of activities tradi
tionally considered masculine. The
fathers did not reject their daughter’s
femininity, but rather, placed the high
est emphasis on their developing the
traditional sex role or behavioral style.
Their parents were friends rather than
superiors or autocrats. The openness
of their relationships with their parents
encouraged them at a very early age to
deal with adults on a person-to-person
basis, thus they developed confidence
very early in dealing with authority
figures. Their self concept as a free and
autonomous persons was developed
through the support and confirmation
of the family. Although the assumption
of feminine inferiority existed, it did
not apply to them as individuals.
When these women entered the busi
ness world, similar work and relation
ship patterns appeared. Their pursuit
of careers dominated most of their
time even at the expense of personal
relationships. None of them married
until they were at least thirty five years
old. Communication with their male
peers was limited to the only common
ground they felt they shared, work and
the job. Generally, men perceived the
twenty-five successful women as being
cold, reserved, and aloof.
All the women had male mentors —
a person who became father, sup
porter, encourager, teacher, and her
strength in the company. He “acted as
sales agent for the woman wherever he
sent her. He used his reputation to
develop hers, and his respect from
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others to gain acceptance for her. In
times of direct confrontation with any
group or individual, he would act as a
buffer and place himself between the
woman and her opponent.”
This book is especially essential for
men who manage corporations, not
only to understand the problems of
women at work, but also, to under
stand the ego and psychological prob
lems facing men whose masculine iden
tity is being threatened by having to
share their power with women.
“Masculinity is itself rooted in the ac
quisition of competence and achieve
ment.” Henning and Jardim present
the idea that men’s reaction to
women’s invasion of the business
world is more typical of any
threatened person rather than male
chauvinism.
Additionally, the authors discuss
how men join together in order to
preserve their concept of masculinity.
They “join together to sabotage
women who have tried to succeed at
the management level. If threatened by
law that either they welcome the out
siders (women) into their midst or be
punished for failure to do so, the in
siders (men) can make their system
work so as to avoid either outcome
entirely.”

Women & Power, Jane Trahey, Avon,
New York, 1977. Paperback, 1978,
$2.25.

“Women miss out on the moves up
ward for two major reasons: (1) men
don’t want them to move upward; (2)
they are not as aware as they should be
about how to play the power game. For
the most part they don’t even know
there is a game. How can they possibly
know the rules?” Women have never
had any power, thus they do not un
derstand what it is or how it functions.
Every page of Trahey’s book
vibrates with a blazingly energetic pre
sentation of the tart details of the real
world of business. As the reader
follows the common problems and
dilemmas of working women seeking
careers at the top, it becomes clear why
Trahey’s book was selected by four
major book clubs.
Trahey shares with us portions of
her personal experiences which leave
the reader with an indelible impression
of a spunky, brave, and resourceful
woman. In addition to her own ex
periences, her statements and conclu-

sions are based on the interviews with
nine “queens” in the business world —
women who chucked the corporation
and struck out on their own.
We read of common themes in the
lives of women who finally obtained
that invisible force which gives one the
freedom to take on the world —
power! All the women grew up in an
environment where females were
strong and brave. Their mothers, all
working women, were the dominant
figures in their lives. All the women
worked long hard hours; their lives
revolved around their careers. The
social engineering of Trahey’s group of
successful business women is directly
opposite of the women interviewed in
the MANAGERIAL WOMAN. The
latter women had successfully climbed
the corporate ladder, and each had a
close relationship with her father.
They received the social engineering
that is usually accorded a son in the
American culture.
All the women had male mentors —
a person who believed in them, pushed
them along, spoke up for them, and
often arranged important contacts for
them. Their male mentors provided
the required open approval through
their expressions of support.
The book ends with its author
recommending the entrepreneurial
path as the surest way for women to
obtain power. You “no longer have to
fight politics.” Trahey’s dream for
women is positive but it underscores a
cruel reality: most men groom other
men to fill their positions.
Jewell Lewis Shane, CPA
Cincinnati, Ohio

Replacement Cost Disclosures: A Study
of Compliance with the SEC Require
ment, Melvin C. O’Conner and Gyan
Chandra; National Association of
Accountants, New York, N.Y., 1978,
310 pp.
In an effort to provide information
about compliance with and reaction to
ASR 190, the National Association of
Accountants initiated a series of
replacement costing research projects
in 1976. The results of the first two
research projects were reported in
Effects of SEC Accounting Series Re
lease No. 190 on Companies and Inves
tors (June 1976) and Replacement

Costing: Complying with Disclosure Re
quirements (February 1977). This
third, and concluding, study in the
series consists of four sub-projects.
First, a detailed case study of nine
firms, varying in size, structure, and
diversity of operations, provides
specific information on the various
procedures employed in estimating
current replacement costs for invento
ries, productive capacity, accumulated
depreciation and depreciation ex
pense, and cost of sales. For seven of
the firms, a comparison is made be
tween current procedures (as of May
1977) and planned compliance (as
stated by the firms in a SeptemberOctober 1976 interview). In addition
to the expressed general doubt by the
firms about the usefulness of replace
ment cost data, either internally or ex
ternally, the study reports that firms
estimated the cost of compliance at ap
proximately $100,000 (estimates
ranged from $15,000 to $360,000).
The second sub-project reported in
the study consisted of the examination
of the 10-K forms and/or annual re
ports of 474 companies (covering 47
industries), for the purpose of “iden
tifying experiences and problems in
dividual corporations have encoun
tered that are worth sharing with
others.” The study presents the results
of the examination in both graphical
and tabular form on an industry basis
and for all firms in the survey. Of par
ticular interest in this section of the
study is the inclusion of 27 excerpts
from annual or 10-K reports, vividly
demonstrating the diversity of dis
closure that firms have used. An
alphabetical list of the companies sur
veyed, with the industry classification
the authors employed, is provided.
The authors also furnish references to
similar studies which readers could use
to supplement this study.
A third sub-project involved a ques
tionnaire survey of 1,059 firms, from
which the authors received 591 usable
responses. The questionnaire (which is
reproduced in the study) consisted of
28 questions designed to determine,
for example, the firm’s understanding
of ASR 190, the manner in which im
plemented, level of management in
volved, opinion regarding usefulness,
and comprehension of “current

value.” The reader will find the raw
percentages of responses to each ques
tion and summary statements of ques
tionnaire findings particularly infor
mative. For example, 58% did not
consider replacement cost data useful
to management, 65% thought such
data to be too subjective, and 50% saw
no uses for the data. Further, the
divergent views concerning the mean
ing of “current value” led the authors
to include 451 verbatim responses to
the question.
The final sub-project included in
this study involved a questionnaire
survey of 342 Chartered Financial
Analysts (CPA’s), with 80 usable
responses. The questionnaire
(reproduced in the study) consisted of
22 questions designed to determine the
value of replacement cost disclosures
to financial statement users. In a man
ner similiar to that employed in pre
senting the company responses, the
authors provide a question-by-ques
tion analysis as well as a series of sum
mary statements regarding question
naire findings. To cite an example,
34% of the respondents viewed
replacement cost disclosure as having
no effect on investors, while an equal
percentage felt that investors will be
more cautious as a result of the dis
closure. The authors note that the
CFA’s understanding of the meaning
of “current value” are “so widely
divergent that they defy generaliza
tion.” Consequently, the study in
cludes 32 verbatim responses to the
question.
This study is strictly descriptive,
leaving any conclusions to the reader.
The authors have carefully avoided
the inclusion of subjective evaluation
or statistical analysis (except for raw
percentage summaries). The research
report is well-organized and unusually
readable. To those responsible for
compliance with ASF 190, the study
should provide exceptionally valuable
information concerning what others
are doing to comply, how they are
doing it, and their expectations about
the future of replacement cost require
ments in financial statements.
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